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IntrocLuctioil

American women have been gradually eroding the discrimination again !Alem

since the forma-Von of this country. In 1920 women obtained the right to vote;
and during Wbrld War I they entered the work force in increasing numbers and

1began to perform jobs previously performed only by men. Concern over working
conditions was evident in the creation of the Wbmen-In-Industry Service in 1918
and in the WbmRn's Bureau in 1920; but compensation was left to the "free enter-
prise" system, Gradually, however, that area also became a matter of concern,
In 1919 the first equal-pay Iaw was enacted by a state; but as late as 1965,
only 24 states had such laws.3

Concern and state laws were not sufficient for lessening the compensation
differential, though -- in 1960 the differential in men's and women's incomes
was greater than it had been ten years earlier.4 Thus, in 1963 the Fair Labor
Standards Act was amendedsto provide that men and women performing equal work
should receive equal pay.- Aa20, the Civil Rights Act of 1964 (especially
Title VII) included elimination of sex as a [actor in discrimdnation.' But the
differential has persisted.7 Studies by the Civil Service Commission8 have
revealed that women are generally in lower may grades than.their male counter-
parts who have comparable levels of education and years of service. Wbmen who
were found in higher pay grades than men had, a. higher education level and were
somewhat older than the men.

But surely such practices would not be found in higher education. Edu-
cation reduces prejudice -- doesn't it? li-mce, college administrators would
not be guilty of discrimination -- would they? They might indeed, according
to studies of professional salaries conduc ad by the American Economic Associ-
ation using data gathered by the National cflence Foundation. In 1965 an AEA
report stated: "EVen when all six other I ,,ors in salary differences are
simultaneously taken into account, . . the net salary differences associated
with sex remain statistically significant."9 Again in 1968: "EVen when account
is taken of the different distributions of the sexes by other salary-influencing
factors, the net effect of sex was to reduce the salaries of women 16 per cent
below that of men in the professions generally and by 1, per cent in the
economics profession."1° And further: "The net di ference zaf sex] was highly
significant statistically, and large enough to be important to those on the
short end."11 In 1970 a pattern similar to that reported in the Civil Service
Commission's reports was found in a study of academic salaries0 12

Findings

Do such differences exist at The University of Akron? To answer that
question a survey of members of The University of Akron Chapter of AAUP was
conducted. Questionnaires were sent to all AAUP members (approximately 300)
and 156 were returned. Data were collected regarding highest degree attained,
primary work activity, academic rank, college or division in which employed,
experience in both the primary work activity and in related activities, age,
sex, and salary.
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As indicated in Table I, the mean sa1ary
1
3 of males was found to be 25.5

percent higher than that of femelf:?e, The data in Table I further suggest that
the sample is a reasonably good approximation of the total University population.
The somewhat lower values of the: sample reflect the greater relative proportion
of females to males in the samp1e,14

Age and .Ebt..keriezz.e. This differential pay pattern is quite persistent.
If the average 9-month salaries of females and males for different age groups
is considered, the differential inorases and then decreases (see Table II)

Obviously, that is the re$ult of experience -- obviously? Table III indicates
that the relationship, as indicated by the correlation coefficient, between
years of experience in the primary work activity is stronger for females than
it is for males; on the other hand, he relationship for related activity is

stronger for males, But the relationships for total experience are about the
same, One possible explanation of these data is that, at lower age/experience
levels, more females than males have only Master's degrees while at higher
levels the proportions become more equal_ The data in Table IV, however,
suggest that this is not the case

By Academic Rank, As indicated by the data. in Table IV, female salary
values ale less than those of males et all ranks, The mean difference is least
at the Associate Professor level; the median difference is least at the Assistant
Professor level; and the high and low extreme differences are least at the
Instructor level, As previously indicated, experience does not account for the
differences since for all professorial levels the males have less average
experience than the females,15 Note also that age does not account for the
differences unless one assumes that younger faculty should be paid more (the

average age of males is less than that of females at all ranks); hawever, such
an assumption would reflect an equally unacceptable basis of compensation. One
further relationship reflected by the data. in. Table IV is the relatively greater
proportion of females in the lower ranks, which may suggest discrimination in
promotional po1icies.16

By Educational Lexel, If rank, experience, and age do not account for the
salary differences, what about the degree level? The data. In Tables V, VI, and
VII indicate that, when only equivalent degree levels are considered, the
pattern of differential pay by sex is maintained rank by rank. As indicated in
Table V, the high2§_t-paid female Full Professor or Associate Professor receives
only slightly more than the mean male salary, even though the lowest-paid male
receives less than the 1awest-paid female. The data. in Table VI reveal a

remarkable pattern, however: The characteristics for a female with a terminal
degree are almost identical to the characteristics for a mare" with only a
Master's degreel When only Master's-degree holders are tabulated at the
InstrucVr level, as in Table VII, very little change from the other data
occurs, f

Some readers may be thinking that the presence of the notoriously under-
paid female library staff in the data are drastically reducing the values for
females and hence inflating the differences. First, the library c:taff has
academic rank and receives tenure and so, rightfully, should be included.
Second, the data in Table VIII indicate that little difference would result
if the library staff were excluded. Therefore, the data for the library staff
are included in all calculations,



TABLE I

SALARIES OF THE POPUIATION* AND THE SAMPLE11*
(In Thousands of Dollars)

Salary
Characteristic Po ulation Total Female Male

Sam le
M-F Difference

High 22.; 21.8 17.7 21.8 +23.2%
Median i2.4 11.6 10.1 13.0 +28.7
Mean 12.8 12.4 10.6 13.3 +25.5
Low 705 7.0 7.0 705 + 7.1

*From latest data submitted to Committee Z (Fall 1970).
**Includes Library staff.

TABLE II

FEMALE AND MALE SALARIES BY AGE GROUP
(In Thousands of Dollars)

Age Group Female Male M-F Difference

Under 30 8.5 10.4 +22.4%
30 - 9.7 11.6 +19,6

35 - 39 10.6 13.7 +29.2
40 - 44 10.1 14.2 +40.6
45 - 49 11.3 15.3 +35.4
50 - 54 10.4 15.5 +49.0
55 59 11.6 13.0 +12.1
60 - 64 14.5 16.2 1 11

65 and Over 18.1

Correlation
Coefficient 0.38 0.86

NOTE: In these and succeeding tables, the "M-F Difference" column gives
the percentage by which the male salary differs from the female salary.
For example, +23.2% indicates that the salary given for males is 23.2%
greater than that listed for females. Similar1y, a minus (-) indicates
that the male is paid less than the female.
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TABLE III

FEMALE AND MALE SALARIES BY EXPERIENCE
(In Thousands of Dollars)

Years of Experience Female Male M-F Difference

Primary. Work Activity:
0 - 4 9.7 11.5 +18.6%
5 9 10.0 12.9 +29.0

lo - 14 10.3 13.1 +27.2
15 - 19 10,6 15.2 f43.4
20 - 24 12.1 15.8 +30.6
25 - 29 11.6 12.6 + 8.6
30 - 34 10.4 15.2 +46.2
35 39 14.4 14.6 + 1.4
40 or More

Correlation Coefficient 0.81 0,60

Related Work Activity:
0 - 4 10.5 12.8 +21.9%
5 - 9 10.4 13.0
10 - 14 11.1 14.8 +33.3
15 - 19 10.9 16.1 +47.7
20 - 24 15.5 16.2 + 4.5
25 or More

Correlation Coefficient 0.53 v.38

Total Work Experience:
0 - 4 8.5 1101 +36.6;:'

- 9 9.9 11.9 Ar20.2

1G - L. 9.8 13.1 +33.7
- 19 9.9 =-}'.6 +37.4

2), 11.4 J5.1 +32.5

25 - 29 11.2 14.3 +27.7

70 34 10.9 13.2 +21.1

35 - 39 14.4 15.4 + 6.9
40 or More _ 16.6

Correlaticn Coelficitat 0.87 0.88
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TABLE V

SALARY AND OTHER CHARACTERISTICS
OF ASSOCIATE AND FULL PROFESSORS BY SEX--

TERMINAL DEGREE HOLDERS ONLY

Characteristic
Full Professor Associate
Female Male Female Male

Average Salary ($0,000):
High 17.7 21.8 14.7 17.0
Median 17.2 17.8 13.3 14.5
Mean 17.1 17.4 13.6 14.3
Low 16.4 14.5 13.0 12.2

Average Years of Exrerience:
PriTnAry Work Activity 34 20 6 13
Related Work Activity 1 9 10 5

Average Age (Years) 58 48 43 42

TABLE VI

SALARY AND OTHER CHARACTERISTICS
OF ASSISTANT PROFESSORS BY SEX AND ACADEMIC DEGREE

Characteristic
Terminal Only Master's Only
Female Male Female Male

Average Salary ($0,000):
High 12.5 15.6 11.2 13.0
Median 11.0 11.6 10.5 11.1
Mean 11.2 12.1 9.1 11.2
Law 10.0 10.2 7.4 10.3

Average Years of Experience:
Primary Work Activity 7 11
RelatedWork Activity 4 4 6

Average Age (Years) 40 36 48 41



TABLE VII

SALARY AND OTHER CHARACTERISTICS OF INSTRUCTORS BY SEX:
MASTER'S DIMES HOLDERS ONLY

Characteristic Female Male

Average Salary ($0,000):
High 10.5 11.5
Median 8.5 9.4
Mean 8.6 9.7
Low 7.0 7.5

Average Years of Experience:
Primary. Work Activity 5 6
Related Work Activity 4 1

Average Age (Years) 35 31

TABLE VIII

SALARY AND OTHER CHARACTERISTICS OF FEMALES:
INCLUDING AND ECCLUDI1G LIERARY STAFF

Characteristic
Including

Library Staff
Occluding

Library Staff

Average Salary ($0,000):
High 17.7 17.7
Median 10.1 10.4
Mean 10.6 10.8
Law 7.0 7.0

Average Years of Experience:
Primary. Work Activity 13 12
Related Work Activity 4 4

Average Age (Years) 43 44

7
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fy !Watched" Groups, The above data indicate that, when. females and males
are "matched" on the basis of rank and degree level, a. persistent salary differ-
ence in favor of the males. exists. What if more variablee are considered? The
data in Table IX indicate that the pattern continues, When groups are "matched"
on the basis of four variables -- highest degree attained, primary work activity,
accdemic rank, and college or division -- almost without exception female
salaries are less than +those of similar males. In the two group6 where the
difference does not exist or is in favor of the females, an interestang situation
exists. For instance, in Group H, the females are olde- with two to three times
the experience of the maln and yet they earn only 5 percent more. This same
pattern exists in Group I except that, even with this tremendous difference in
experience, the females earn the same salaries az the males in all other
groups 'matched" on these four variables, the females earn lesa than their male
counterparts; and in most cases the females are older and more experienced.
The weighted average of these differences is 8,5 percent if Groups H and I are
included and 11 percent if they are excluded.

i3v "Matched" Pairs, If further "matching" is performed, the general
pattern is maintained, As indicated by the data. in Table X, "notched" pairs of
males display a greater variation in salaries than do "matched" pairs of females
(this is consistent with the over-all sample data, too). This could indicate
that more variables are considered in determining the salary of males than in
determining the salary of females. The female-male "matched" pairs, however,
display about the same average difference (48.7% in favor of males) as did the
matched" groups, even though in three of the twelve instances the female was
the higher paid.

Respondents Comments on Questionnaires

While the data thus far presented are the only quantifiable aspects of
this study, several questionnaires had comments on them which should also be
mentioned. The comments are listed here with a brief "first reaction" of the
writer to each of them.

1. COMMENT: Several respondents commented on the "check one" instruction
beside the sex category.

RESPONSE: No, this was not intended to be humorous; it was an error.

2, COMMENT: "We better push for an increase in salary of 20% for next
year and 20% for the following if we are nd, to get behind same workers in the
Iworking class, "

RESPONSE: When did we start campeting with them? Monetary competition
with other work groups is not intended to be an objective of the AAUP -- only
equitable standards in compensation. If equity means that pipe-fitters receive
higher pay than college faculty, then so be it.

3. COMMENT: "I still think 4AUP is more interested in the young (rela-
tively inexperienced) teacher than in the stable, reliable, experience faculty."

RESPONSE: If the "stable, reliable, experienced" faculty actively
attended and participated in AAUP activities, this statement could not be true
(unless there simply are very few such faculty). Also, can a 40-year-old
person with 12-17 years of experience (the sample averages) be regarded as young
and relatively inexperienced? Depends upon your perspective, does it not?

9



TABLE IX

SALARY AND OTHER CHARACTERISTICS OF GROUPS,
"MATCHED" ACCORDING TO DEGREE, RANK, COLLEGE,

AND PRIMARY WORK ACTIVITY, BY smc

Average Years Average
Average Age of Experience Salary

Females
A

Males

B
Females
Males

Females
Males

Females
Males

Females
Males

Females
Males

Females
Males

Females
Males

Females
Males

Females
J Males

Females
Males

33
30

35
29

58

53

53
48

46
38

41
28

48
40

48
35

53
41

41
35

43
43

4
4

5

4

11
4

21
20

9
4

4
2

7
17

25
8

24
9

9
6

8
13

5

1

2
1

18
22

0
0

0
1

9
2

21
14

0
4

4
6

9
4

4
2

8.3
9.4

8.9
9.0

11.2
13.0

10.3
10.9

9.5
11.1

8.4
9.9

13.3
14.8

12.5
11.9

9.0
9.0

10.8
11.7

13.0
14.0

+12%

+ 1

+16

+ 6

+17

+

+11

- 5

0

+ 8

+ 8
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4. COMMENT: "Did anyone ever consider this on the,basis of 'the sole
support of a household'? This itemthey seem to neglect!"

RESPONSE: While both marriage and breeding involve special responsi-
bilities, they are the individual's responsibilities -- not those of the
organization. No organization should reward (through higher salaries) those .

activities.. Indeed, given the current st6;te of population growth and eco-
catastrophy, the Univet.74ity might do society a service by rewarding those who
do not choose to marry and breed! In any event, the single person, and
especially the sing_Le female, has been discriminated against for too long in
our society; and it is time to put an , that discrimination. Also, the
President's Task Force on Women's Rights uló ?,esnonsibilities, in guidelines
adopted by the Labor Department, prohibit

: any distinction between
married and unmarried persons of one sex -L-Iles± the rame distinctions are roade
between married and unmarried persons of t':7e ojos sex. An47Der7ing
employment to women with young children unL:s7 --Lhe -,_?ms exclusionary 7-mlic7
exists for men."19

5. COMMENT: "How about doing a survey estijAing discrimination in
salary on the basis of discipline? Why is f_lds serving the indus-
trial (rubber) interests . are better aiml sate -_--. than those serving
humanitarian interests . ?"

RESPONSE #1: In 1968 at educational __sti-LiTions (on an academic year
basis), the average of four social. sciences (1.ycholy, economics, sociology,
and political science) was 6.5 parcent higher than the average of three natural
sciences (chemistry, physics, and biology). The salary data released last
summer indicate that at The University of Akron, these same social sciences
were paid 8.2 percent less than the same three natural sciences. The one- or
two-year difference in the data would probably not account for this difference,
although the local labor market coMpetition (i.e., the natural scientist could
work directly for industry) might account for at least part of the difference.

RESPONSE #2: Perhaps the difference is not so much an act of prosti-
tution to Industrial interests as it is a general reflection of our society's
sense of values (on a local basis, of course; otherwise, the same pattern
would be reflected nationally). After all, in a society where a man is judged
by materialistic affluence, one could expect greater rewards for developing
exIertise In areas which directly serve the god of productivity and materialism.
Maybe we need to re-order our values so that equity will be served by remuner-
ation of "humanitarian Interests" at least as well as we remunerate "material-
istic interests"?

6. COMMENT: "Any accurate 'matching' should also include publication or
research record!"

RESPONSE #1: A study by Helen Astin (The Woman Doctorate) states thatthe data "suggest that women who report experiences with employer discrimination
are professionally active and . . productive (as scholars). Therefore one
cannot interpret their complaints as a form of rationalization or as an excuse
for their failure to achieve recognition."20

RESPONSE #2: Since such factors are supposedly important in promotion,
one would expect that their effects would correlate rather highly with academic
rank, especially when rank and experience are "matched." Thus, they have been
indirectly considered.

RESPONSE #3: Such factors are rather unlikely to account for the
initial differences (i.e., the greater sala-rv -f males versus females wher_
neither has a terminal degree or any esxper-l_enc,.:-.) which were found in this study.



7. COMMENT: "Of course there is discrimination in salaries J-nd promotion
policies, not only here but everywhere else, and don't you believe anyone who
says otherwise. You might solve the discrimination problem by having a fixed
salary schedule, but this would cause more harm than good because it woula
remove the incentive to 'produce' under the present system.

The trouble with the questionnaire is that it doesn't allow
for differences in qual:Ity of teachingeffectiveness in the cTh oam, partici
pation in University committees, professional organizations, wy ..ing, etc., etc.
Once you measure these factors, the study will be more meaningf,110"

RESPONSE #1: See the three responses to the preceding :omment (#6).
RESPONSE #2: This writer would agree that a fixed sc Ile is not now

desirable; however, the "incentive" value of the current salary ratan is
highly questionable. One measure of the economic incentive of a arofessional
salary system is the overlap of pay grades: With substantial overlap, there is
little economic incentive to advance since pay is not very different from one
pay grade to the next. As indicated in Table XI, the existing salary system
provides more economic incentive for males than it does for females, even though
an total it provides relatively little incentive except to move from Instructor
to Assistant Professor.

RESPONSE #3: Yes, quality of teaching is important. To this writer's
knowledge, however, no reliable and valid measure of this factor is used in
salary administration. Yet, the factors mentioned would have to be rather
unique and important to account for the uniformly onesided and persistent
salary differences found in this study.

TABLE XI

OITERLAP OF PAY GRADES*

Salaries for Which
Overlap is Computed

Overlap Between the Rahks of:
Instructor and Asst. and Assoc. and
Asst. Professor Assoc. Professor Full Professor

Ehtire Faculty** 35.3%. 86.7% 63.1%

Sample Data:

Females 60.8 29.0 65.5

Males 24.1 70.8 34.2

*While Some overlap seems desirable, especially in professional salary
systems, with substantial overlap there is little economic incentive to advance
to the higher pay grade (rank), as pay differs little from one pay grade to the
next.

**
Based on the salary data released to Committee Z, Fall 7_970.
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Conc1usio79

The primary conclusion reached in this study is that, on the basis of the
sample obtained, a persistent and uniformly one-sided difierence exists between
the salaries of males and those of females at The University of Akron and that
difference is in "favor" of the males. That difference is not only persistent
but also large enough to be Important to the females (for the sample as a whole
the mean difference was 25,5 percent; for the "matcned" pairs, 8.7 percent).

A second major conoiusion is that the pattern of salary differences is not
solely the result of differences In total, primary, or related experience;
degree attainment; acadamic rank; the college or division in which the individ-
uals are employed; the primary work activity of the individuals; or age. To the
extent that quality of teaching, publications, and research are, used heavily in
nromotion, those factors also do not account for this pattern since they would
be indirectly reflected in rank and experience. To the extent that those
factors are not so important in pramotions, they may account for the pattern at
the higher ranks; however, those factors are very unlikely to account for the
observed differences between males and females at the Instructor level, where
the faculty hold only Master's degrees and have little or no experience.

Recammendations

As a result of this study, the investigator recommends that The University
of Akron Chapter of the AAUP take the following actions:

1. Send a copy of this report to all Department Heads, Deans, and the
Vice President for Academic Affairs to inform them of the situation
as indicated by this study.

2. Urge those officials to review all salaries within their colleges and/Or
departments in an effort to eliminate any inequities which may, for
whatever reason, exist in the salaries of females.

3. Request either Committee W or Committee Z to conduct a similar study
two years hence in an effort to determine whether similar inequities
exist at that time.
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